The 21st century public organization is faced with complex problems, informed stakeholders, and information flows, which necessitate a corresponding open system view of leadership. The traditional notions of public administration and new public management had been structured by strict bureaucratic rules and managerial flexibility, respectively. This paper begins by theorizing two hypothetical constructs (helicopter and deadbeat leadership), which engage in extreme micromanagement/surveillance and negligence/indifference, respectively. Those form basis for designing an optimal (transdisciplinary) leadership, which forges synergistic link between leaders, subordinates, and external actors in codesigning objectives and strategies to address societal problems. Strategies to promote transdisciplinary leadership are discussed.
conceptualizes transdisciplinary leadership (hereafter "trans'd'leadership") and advances how such approach is applicable and relevant to administrative processes in the public sector. The concept of transdisciplinarity is credited to Nicolescu (1985) who contends a need to remove the boundaries between entities and the rest of the world to solve societal problems. Taking cues from his notion, this paper argues that the transdisciplinary leader is the one that strives to remove the boundaries between the organization (management and key decision makers), its departments (line supervisors and staff), and outside world (external environment and stakeholders)
to really serve the latter well or address their problems. A hallmark of transdisciplinary leader is integration, resilience, deep learning, and the quest for organizational sustainability underscored by philosophy of making decision "with" stakeholders and tailor-made "for" them.
McGregor and Volckmann (2013) provide that transdisciplinarity is the appropriate means to create those interspaces to facilitate crosssectoral learning and integrative knowledge. From the notions above, this paper posits that public organization needs to become borderless and cordless by building bridges between its departments and outside world in attempt to confront the complex challenges facing society.
The main goal of this paper is to conceptualize an optimal leadership typology that is more tailor-made to governing the 21st century public sector organization, which is faced with complex problems and stakeholders.
2 | THEORETICAL FRAMEWORK
| Great man theory vs. open system view of leadership
The great man theory had underpinned leadership treatise in the 19th century, which developed out of the extraordinary qualities of renowned leaders (including Julius Caesar, Mahatma Gandhi, and Cyrus the Great) leading to the idea that great leaders are born with unique qualities/traits, which cannot be found in all members of society. That regard, such theory posits that leaders are born and not made. Kneedeep in this mentality, many leaders/managers are tempted to carry themselves as repository of knowledge, expertise, and experience, or age and may tend to operate as a lone ranger in steering the affairs of the organization and decision making processes (Ireland & Hitt, 2005) .
Scholars (Fernandez, Cho, & Perry, 2010) focus on the leader/manager as a strategic individual; it nonetheless, does not suggest that he/she acts as a lone ranger but in concert with other stakeholders. These scholars focus on the interplay of leaders and followers in the traditional leader-follower dyadic relationship. However, it could be observed that a greater amount of interactions in the organization transpire between colleagues along the horizontal or vertical levels rather than between formal leaders and their subordinates (Kickul & Neuman, 2000) . This has given rise to the idea of distributed leadership (Fernandez et al., 2010; Van Wart, 2014) . Osborn, Hunt, and Jauch (2002) contend "leadership is not only incremental influence of a boss toward subordinates, but most importantly it is the collective incremental influence of leaders in and around the system" (see also Scott, 1987) . The open system theory provides useful model for explaining the interaction between an organization, its immediate, and remote stakeholders. Organizations are not cut off from their environments (Scott, 1987) , "but are open to and rely on flows of both human and non-human resources from outside" (ibid, p. 23). In an age of greater interdependence and networks, an organization cannot function as a closed loop (self-regulating), but an open loop, which has to rely heavily on its external environments to survive (Goleman, Boyatzis, & McKee, 2002) .
| METHODOLOGY
This study analyzes from theoretical and existing empirical studies, drawn from journal articles, cases, and online resources to assess the challenges in contemporary public sector leadership and attempts to conceptualize a transdisciplinary leadership, which is premised on the open system view of organization. The literature search covered all terminologies related to the concept of leadership in the public sector: "public sector leadership," "new public management," "bureaucratic public sector management," and "public governance." Authors combined adjectives related to common obstacles faced in public leadership under archetypical bureaucratic leadership and NPM. The study first developed two ideal leadership constructs labeled "helicopter leadership 1 " and "deadbeat leadership 2 " framed along "bureaucracy" of traditional public administration and "managerial flexibility" of NPM, respectively. Finally, the study searched for literature on optimal leadership typology (transdisciplinary leadership 3 ) situated within a midpoint of the two extremes. Search words for developing the optimal leadership typology included "public value governance," "collaborative governance," "shared leadership," "distributed leadership," and "participatory leadership."
The above phrases were combined variously to obtain a pool of relevant literature on the study. The following search domains were adopted based on their relevance to the study and accessibility to the researchers: Springer, Tandfonline, EmeraldInsight, and Google Scholar. The large pool of articles was initially sorted for relevance by skimming through their abstracts. After this heuristic process, all abstracts were independently reviewed by each of the three authors. At the end of the process, authors met to eliminate duplicates and made a short list of abstracts for detailed and systematic review.
| THE TRANS'D'LEADERSHIP THEORY
This study discusses a new approach to leadership in public sector.
The study initially designs two extreme hypothetical leadership constructs, deadbeat leadership and helicopter leadership, respectively.
A midpoint between these two constructs is the transdisciplinary leadership (trans'd'leadership theory). Deadbeat is used in this study to 1 A leader who engages in extreme surveillance approach, "micromanages" everything subordinates do.
2 A purely idle and clueless leader who is oblivious of his/her supervisory role.
3 Transdisciplinary leadership forges link between leaders, subordinates, and external actors in codesigning objectives and strategies.
represent a purely idle and clueless leader who is oblivious of his/her supervisory role and mainly leaves subordinates to do whatever they desire without recourse to adequate supervision. This is denoted by greater and thicker arrows (see Figure 1 ) flowing from subordinates/staff, demonstrating their unfettered influence vis-à-vis the leader/manager as far as business of the organization is concerned. Helicopter is used to conceptualize a leader who engages in extreme surveillance approach, "micromanages" everything subordinates do; and he/she does not allow them space for ingenious participation. This is denoted by total and maximum flows from the leader 
| Deadbeat leadership
"Deadbeat" is used to illustrate a completely "hands-off" leadership approach where leaders allow their subordinates a total unguarded space to make own decisions on how organizational objectives set up by leaders would be achieved. Typically, there is a disconnection between the leader and subordinates in their expectations; the leader is concerned with setting objectives for the organization and also provision of requisite resources using his own "expertise" or how he/she deems fit. The subordinates or staff on the hand, have a task to adopt ways to accomplish such objectives in a way they also deem fit. The latter is to resolve problems, overcome issues, and generate work schedules by themselves. In other words, there is centrifugal force 4 between the two, where both the leader and subordinate drift away from the center (achieving organizational goals). This type of leadership typifies a situation where leaders demonstrate total disregard for supervisory duties and lack of guidance to subordinates (see Bradford & Lippitt, 1945) .
| Helicopter leadership
This illustrates leadership approach whereby the leader closely monitors and controls the activities of subordinates or employees without recourse to the views of the latter. Leaders "micromanage" the subor- 
Box 1: Structural weaknesses with deadbeat leadership
Deadbeat leadership is susceptible to widespread manipulation of the system by subordinates due to the total freedom and could also be suicidal if subordinates do not possess high expertise, discipline, (Eagly, et al. 2003) "when" to do and ensures compliance by closely monitoring them. Followers may be obliged to carry out these conscientiously, albeit, they may not know "the why" behind the objectives, or they could have achieved such objective using more prudent approach in an efficient or effective manner (Sosik & Jung, 2010) . Stress management, which remains crucial in public sector HR tends to be downplayed in this leadership typology and rather nourishes stressful work environment (Elshout, Scherp, & Feltz-Cornelis, 2013 ).
| Structural constraints with the helicopter leadership model
The helicopter leadership regime with extreme adherence to procedures is usually underpinned by strictest sense of Weber's ideal type bureaucracy, which calls for total subservience to formal and systematic procedures, which might not necessarily be the most effective or efficient in performance of context-specific tasks. There are various studies, which demonstrate that the sets of formalized procedures tend to constrain the process of delivering services to the public sector (De Vries & Nemec, 2013) . Detailed attention to instructions, laid down rules tends to create "paper trails" and only slows down the public sector's capacity to achieve stated goals. Helicopter leadership, with strict bureaucratic underpinnings, result in over formalization, rigidity in policy, and task execution (Raadschelders, 2014) .
Additionally, helicopter leadership, which mainly hinges on the exclusive expertise of leaders is prone to a phenomenon Veblen refers to as "trained incapacity," which is "that state of affairs which one's abilities function as inadequacies or blind spots;. .. and inadequate flexibility in the application of skills will in a changing milieu, result in more or less serious maladjustments." Strict adherence to rules and instructions and impersonal touch with duty becomes problematic because "functionaries minimize personal characterization and resort to categorization, the peculiarities of individual cases are often ignored" (Merton, 1940, p. 566) . Employees are reduced to robots, which is counterproductive because the "… inadequate flexibility in the application of skills will in a changing milieu, result in more or less serious maladjustments" (Merton. 1940, p. 4) .
| An optimal leadership typology: Trans'd'leadership
While the deadbeat leader totally is secluded from employees, the helicopter leader also unduly hawks on the employees, which in both cases often are detrimental to employee productivity. In both cases, cases tend to view workers in a negative sense (Chambers, 2009 ). This leadership may achieve short term objectives but repugnant to medium and long-term productivity and growth of organizations.
a common platform of joint goal setting and how best to accomplish organizational goals. Decision making is neither the sole responsibility of the leader nor totally delegated to subordinates but a joint task undertaken by both leaders and staff. Task accomplishment is also not the sole responsibility of subordinates but a brainstorming process between leaders and relevant actors on "how best" to accomplish the task in a more effective and efficient manner. Due to the collaborative approach, this leadership adopts, workers are well motivated hence they perform with their hand, head, and heart (3Hs) to accomplish the desired organizational goals. Burns (1978) provides key features (personality, communication, rational stimulation, and individualized thought), which are relevant to stimulating a joint action and process between leaders and followers.
TD leader is also a transformational leader, very charismatic and possesses unique qualities (McLaurin & Al-Amri, 2008) . This leadership typology is more pronounced and ideal at the upper level of management where strategic decisions are conceptualized and carried out.
Subordinates or staff are carried along, involved in the decision processes and views are consolidated in the total decision processes.
These leaders do not hawk on staff, do not fully ignore them but try to develop workers' full potential by engaging and actively involving them in relevant activities of the organization (Johnson & Dipboye, 2008) . The leader's ability to motivate the follower to accomplish more than what the follower planned to accomplish (Krishnan 2005) is the synergistic value derived from transdisciplinarity.
In this typology, the leadership space is very opened and embraces the idea of shared responsibility (Pearce, 2004 ) between leader, their subordinates, and external environment; and decisions are made taking cues from the organizational environment and external actors (Ireland & Hitt, 2005) . This type of leadership whose emphasis is on networks and collaborative approach to decision making is ideal for 21st century public sector, which is confronted with complex and wicked problems, which are in a flux exacerbated by advancement in information flow. Pearce, Manz, and Sims (2009) Essentially, public leadership should be viewed as a dynamic, unfolding, interactive influence process among individuals, where the objective is to lead one another toward the achievement of collective goals and that, the influence process often involves peer influence and at other times involves upward or downward hierarchical influence.
The "machine-like" tendencies of helicopter leadership (underpinned by micromanagement and extreme bureaucracy) tend to complicate the task of providing good customer service and public value to citizens; Lovell (1992) puts it, bureaucracies "are developed to do a specific job" and mostly execute such jobs and but "do not lend themselves easily to change," (even when context demands such flexibility and dynamism; p. 395).
| 4.3 Justification of transdisciplinary leadership theory
A dominant leadership paradigm has been conceptualized along a single individual with an emphasis on how that individual (leader) inspires, commands, and controls followers. Such framing has underpinned leadership discourse and practice largely reinforced by media attention to great leaders (Pearce et al., 2009, p. 234) . Meanwhile, empirical evidence suggests that effective teams and shared leadership produce appreciable outcomes which have made some scholars argue for shared leadership (Pearce et al., 2009; Taylor, 2013; Wang, Waldman, & Zhang, 2014) . For instance, a study of 500 companies revealed that although the role of CEOs remained paramount, those companies that really performed well were those organized in teams with shared leadership (see Pearce et al., 2009) . In their study, some relevant narratives were quoted by managers and team leaders, which remain relevant to transdisciplinary leadership theorizing. See Box 3.
The foregoing discussions have been corroborated by Vera and Crossan (2004) Figure 2 ). This view is a step toward advancing existing theories of public leadership by arguing for a greater cocreation of strategies and decisions between leadership and staff with also greater inputs from their external constituents. This point has been advanced by Cooper (1984) that administrators should have an orientation to work as "professional citizens"
who "seek 'power with' rather than 'power over' the citizenry" (p. 143).
This calls for an active deliberation and participation of the public in the delivery of public value to the people. Jørgensen and Bozeman (2007) posit a need for public leaders to engage local community members and actors from different interests and sectors because
"public values and public value are not the exclusive province of government, nor is government the only set of institutions having public value obligations [albeit] government has a special role as guarantor of public values" (p. 373). In the public sector, a major reason that has accounted for poor policy outcomes has been lack of coordination between ministries, departments, and agencies (MDAs), which end up distorting productivity (Thomas, 2013) . It also becomes more problematic when leadership in the public sector secludes itself from its external environment and relevant stakeholders. 6 For example, in Ghana, this leadership seclusion from staff and external actors has led to the neglect of many public markets that have been constructed with public resources due to poor engagement with relevant stakeholders and somewhat failure to govern in networks. The 21st century public sector should aim at promoting "public value" in what has become known as public value governance (Bryson, Crosby, & Bloomberg, 2014 ).
| From theory to praxis: Toolkit of transdisciplinary leadership
This section provides a toolkit and process for actualizing and optimizing a trans'd'leadership. The key strategies for ensuring TD leadership practices are illustrated in Figure 2 .
Creating and promoting public value cannot be done by the leader alone acting as a lone ranger, a collaborative approach is quintessential as this helps to bring the workers and constituents on board toward emergent strategy and outcomes (see Figure 2) . The following key pointers are crucial in forging leader-follower external interaction.
These are discussed below:
| Engage employees in goal setting
A major element required to glue public organizations together is for leadership to involve the staff or subordinates in relevant decision making and target setting. Engaging employees in target and goal setting remains centerpiece in effective and efficient delivery of public sector goals. In a study of 116 health and welfare agencies, Aiken and Hage (1966) contend that high levels of formalization served as constraints on FIGURE 1 Transdisciplinary leadership model 5 The concept that organizations are strongly influenced by their internal and external environment (Scott, 2007) . 6 Meanwhile, a new movement in post-NPM has arisen for a networked, multisector, no-one-wholly in-charge world, and to the shortcomings of previous public administration approaches.
caseworker decisions. These constraints served as a source of alienation among professional employees. Chao, O'Leary-Kelly, Wolf, Klein, and Gardner (1994) suggests that the values emphasized in an organization's culture influence the structural characteristics that moderate the level and type of discretion exercised. From a proficiency perspective, these kinds of constraints are important because they enhance accountability, protect clients from the whims and caprices of individual bureaucrats, and reduce the potential for workers to breach the public trust, usurp political authority, and/or interject institutional, group, or individual bias into decision making (Blau & Meyer 1971; Burke 1986) . A third, albeit mixed, stream of research points to the importance of client attributes in influencing decision outcomes in human service organizations (Franklin 1985; Stone 1981; Weimann 1982) . If leaders fail to engage their subordinates in goal setting, there is always a fear that the goals set for staff would not be based on their individual potentials, but what the leader rather expects from them, in most cases, they would not exactly be motivated (Bailey, Madden, Alfes, & Fletcher, 2017; Guan & Frenkel, 2018; Yalabik, Rayton, & Rapti, 2017) . It is crucial to get them in the goal setting process so that they could see purpose in the work. In an empirical survey to assess indicators and praxis of employee engagement in the United States, the Society for Human Resource Management (2016) observed that relationships between persons in the workplace and opportunities for engagement among others rank high in the engagement discourse and workplace happiness, which also has implication for employee behavior and productivity. This is illustrated in Figure 3 . place by things other than money, which is an indication that the FIGURE 2 Transdisciplinary leadership and emergent strategy FIGURE 3 Implications and options for employee engagement leadership style and extent to which staff are engaged and valued contributes immensely to employee satisfaction and overall productivity.
| Foster a two-way conversation
They posit, the top motivator is "respect"; how valued and trusted by their organization employees feel (Cooper & Wood, 2011 Cocreating employee recognition programs will help make such reward schemes more meaningful to subordinates and more effective.
| Focus feedback on results
Appropriately, it is imperative for leaders to be in constant touch with employees and external stakeholders in the spirit of regular feedback from its internal and external environment, which enables the organization to grow. It is instructive to guide subordinates using feedback as an input for further improvement and should avoid helicopter In order to promote transdisciplinary leadership, the paper has provided some key signposts including an involvement of employees in goal setting, fostering a two-way conversation, making employee recognition personal, and focusing feedback on results. It is essential for public leaders to promote knowledge and information sharing between leaders, staff, and external constituents to optimize the public outcomes as well as the relevance of public outcomes to the greater good of the public (O'Leary & Vij, 2012) . There is therefore, a need to promote a clearly defined outcomes/expectation of staff so that leaders would not have to hawk or micromanage their staff all the time. A commonly defined means for evaluating employee progress should be encouraged.
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